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December,  1988 


The  Honorable  Ted  Schwinden 

Governor  of  Montana 

State  Capitol 

Helena,  Montana   59620 

Dear  Governor  Schwinden: 

Attached  is  the  1988  Montana  Salary  Survey  conducted  by  the  State 
Personnel  Division.  This  report  was  prepared  in  compliance  with 
Title  2,  Chapter  18,  MCA,  which  requires  that  the  Department  of 
Administration  continually  maintain  the  state  classification  and  pay 
plan.  A  critical  element  in  the  maintenance  of  the  plan  is  to  assure 
that  state  employees  are  appropriately  compensated  for  their  ser- 
vices. The  report  demonstrates  that  state  employees  are  falling 
further  behind  the  market  in  wages  compared  to  neighboring  states. 

The  attached  report  also  describes  the  various  compensation  schedules 
administered  by  the  State  Personnel  Division  and  discusses  specific 
problems  that  stem  from  their  operation.  The  information  included  in 
this  report  was  gathered  and  analyzed  in  order  to  help  address  a 
variety  of  issues  regarding  employee  compensation  in  Montana  state 
government. 

I  wish  to  express  my  thanks  for  the  cooperation  and  assistance 
received  from  the  many  employers  who  provided  the  information  that 
made  this  study  possible.  Participating  employers  will  receive  a 
copy  of  the  survey  results. 

Sincerely, 


Ellen  Feaver 
Director 
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CHAPTER   1 
SALARY   SURVEY   RESULTS 


The  1988  Salary  Survey  indicates  that  Montana  state  government  pays  below  the 
in-state  employers  surveyed  for  some  occupational  categories  and  above  in  other 
categories.  Montana  state  government  pays  less  than  neighboring  states  in  all 
categories . 


In-State 

Neighboring  States 

Professional 

-     5.8% 

-   18.2% 

Technician 

-     2.4% 

-   18.6% 

Protective  Service 

-     7.7% 

-  12.6% 

Skilled  Craft 

-     5.6% 

-     7.6% 

Administrators /Officials 

+     9.8% 

-  15.0% 

Paraprofessional 

+  32.0% 

-     4.9% 

Clerical 

+        .1% 

-     9.9% 

Service /Maintenance 

+   10.0% 

-     9.9% 

Compared  to  neighboring  state  governments,  Montana  has  dropped  from  approxi- 
mately 12%  below  overall  average  salaries  reported  on  the  1986  Salary  Survey  to 
nearly  17%  below.*  Compared  to  other  Montana  employers,  the  average  state 
government  salary  for  those  classes  surveyed  is  slightly  higher  (.7%) 

Survey  Methodology: 

1.       Change  in  Classes  Surveyed  Since  1986 

Classes  surveyed  included  a  mix  of  occupations  and  skill  levels,  represent- 
ing the  diversity  of  work  performed  by  executive  branch  employees. 
Several  changes  were  made  in  the  list  of  key  classes  used  in  previous 
state  government  salary  surveys,  so  comparisons  to  previous  survey  data 
should  be  made  with  caution.  The  changes  were  made  to  reflect  more 
current  position  titles  and  staff  assignments.  This  year  94  classes  were 
included  in  the  in-state  survey  and  138  classes  were  included  in  the  out  of 
state  survey.  Thirty-seven  of  these  classes  were  included  in  both  sur- 
veys. 

Deleted  from  the  list  of  classes  previously  surveyed  were  Stenographer 
Clerk  II,  Word  Processing  Operator  II,  Statistical  Clerk  II,  Secretary  II, 
Computer  Programmer  I,  Social  Worker  I,  Programmer  Analyst  II,  and 
Software  Specialist  II.  Added  were  Administrative  Clerk  II,  Secretary  I, 
Word  Processing  Operator  III,  Property  Tax  Clerk  I,  Home  Attendant, 
Special  Duty  Aide  I,  Office  Systems  Technician  II,  Guidance  Counselor, 
Programmer /Analyst  III,  Software  Specialist  III,  and  Telecommunication 
Systems  Analyst. 


*     See  pp.   4  through  15  this  chapter,   for  details 
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2.  Survey  Response 

Survey  packets  were  sent  to  a  sample  of  538  in-state  employers  and  ten 
neighboring  states.  The  sample  of  in-state  employers  was  selected  to  be 
representative  of  both  large  and  small  organizations  and  various  types  of 
businesses  and  services  found  in  Montana.  The  ten  states  receiving 
packets  were  the  same  as  those  surveyed  in  1986:  Idaho,  Utah,  Nevada, 
New  Mexico,  Arizona,  Colorado,  Wyoming,  North  Dakota,  South  Dakota, 
and  Minnesota.  Completed  surveys  were  received  from  204  in-state  em- 
ployers and  nine  neighboring  states.  South  Dakota  did  not  respond.  In 
compiling  and  reporting  the  salary  data  those  classes  with  fewer  than  four 
employer  matches  were  deleted  from  the  tables  shown  on  pages  5-14. 

3.  Changes  in  Survey  Report  Format 

In  previous  salary  surveys,  data  was  grouped  into  five  major  sections  for 
reporting  purposes:  Professional,  Technical,  Clerical,  Craft,  and  Miscella- 
neous. Within  each  of  those  major  sections,  related  classes  were  grouped 
into  occupational  subgroups. 

The  reporting  format  has  been  changed  for  this  report.  Key  classes  have 
been  grouped  into  broad  occupational  categories  according  to  the  same 
criteria  used  by  the  federal  government  for  reporting  Equal  Employment 
Opportunity  data.  These  categories,  which  are  described  below,  provide  a 
means  of  discussing  jobs  in  terms  of  the  kind  of  education  and  training 
they  commonly  require. 

The  categories  are 

A.  Administrators  and  Officials  Included  in  this  group  are  occupations  in 
which  employees  set  broad  policies,  exercise  overall  responsibility  for 
execution  of  these  policies,  and  direct  special  phases  of  an  agency's  opera- 
tion. One  hundred  eighty  classes,*  ranging  from  grades  16  to  24,  are 
assigned  to  this  EEO  category.   The  survey  included  22  of  these  classes. 

B .  Professionals  Included  in  this  group  are  occupations  which  require  spe- 
cialized and  theoretical  knowledge  usually  acquired  through  college  training 
or  through  work  experience  and  other  training  which  provides  comparable 
knowledge.  Six  hundred  seventeen  classes,  generally  ranging  from  grades 
11  to  15**,  are  in  this  category.  Fifty-five  Professional  classes  were 
surveyed. 

C.  Technicians  These  are  occupations  which  require  a  combination  of  basic 
scientific  knowledge  or  technical  knowledge  which  can  be  obtained  through 
specialized  post-secondary  school  education  or  through  equivalent 
on-the-job  training.  There  are  318  classes  in  this  category  ranging  from 
grades  9  through  12.     The  survey  included  32  Technician  classes. 


*       See  Chapter  2  for  an  explanation  of  the  term  "class"  as  it  is  used  here. 

**       Some  of  the   more   difficult  professions,    such   as   dentist,    lawyer,    and   psy- 
chologist,  are  higher  graded  than  most  other  professional  classes. 


D.  Protective  Service  Workers  These  are  occupations  concerned  with  public 
safety,  security,  and  protection  from  destructive  forces.  Twenty-nine 
classes  are  in  this  occupational  category,  with  grades  ranging  from  6  to 
15.     Five  Protective  Service  Classes  were  surveyed. 

E.  Paraprofessionals  This  group  includes  workers  who  perform  some  of  the 
duties  of  professionals,  usually  in  a  supportive  role,  requiring  less  formal 
training  and  experience.  There  are  79  Paraprofessional  classes,  ranging 
from  grades  7  to  12.     Six  Paraprofessional  classes  were  surveyed. 

F.  Office  and  Clerical  Included  in  this  category  are  occupations  involved  in 
recording  or  retrieving  data  and/or  other  information  and  paperwork 
required  in  an  office.  There  are  115  clerical  classes,  ranging  from  grades 
4  to  12.      The  survey  included  18  clerical  classes. 

G.  Skilled  Craft  Workers  These  are  occupations  in  which  workers  are 
required  to  have  manual  skill  and  a  thorough  and  comprehensive  knowledge 
of  the  processes  involved  in  the  work ,  typically  acquired  through  appren- 
ticeship or  other  formal  training  programs.  There  are  129  classes  in  this 
category.  Employees  in  these  classes  may  be  covered  by  either  the  State- 
wide Classification  and  Pay  Plan  or  the  Blue  Collar  Pay  Plan.  Seven 
classes  were  surveyed. 

H.  Service  /Maintenance  These  are  occupations  in  which  workers  perform 
duties  which  result  in  or  contribute  to  the  comfort,  convenience,  and 
hygiene  of  the  public  or  to  the  upkeep  and  care  of  buildings,  facilities,  or 
grounds.  108  classes,  ranging  from  grade  4  to  grade  11  are  in  this 
category.     Eleven  classes  in  this  category  were  surveyed. 

Protective  Service,  Paraprofessional,  Clerical,  Skilled  Craft,  and  Ser- 
vice/Maintenance categories  generally  require  knowledges  and  skills  that  can  be 
acquired  through  the  equivalent  of  a  high  school  education  plus  work  experi- 
ence or  additional  vocational  or  other  specialized  training.  Within  the  general 
work  force  in  Montana,  numbers  of  potential  employees  who  possess  the  requi- 
site knowledges  and  skills  for  these  occupations  either  are  readily  available  or 
could,  within  a  reasonably  short  time,  be  trained.  Salaries  reported  by  other 
in-state  employers  who  compete  for  these  employees  are  more  relevant. 

Technician,  Professional,  and  Administrative/Official  categories  require  more 
extensive  and/or  specialized  knowledges  and  skills,  typically  acquired  through 
advanced  formal  education  or  lengthy  related  experience.  The  knowledges  and 
skills  for  these  occupations  may  not  be  readily  available  in  the  Montana  work 
force,  and  recruitment  efforts  may  extend  to  neighboring  states.  For  those 
occupations  that  are  unique  to  government  service,  or  where  competition  for 
qualified  candidates  is  regional,  data  reported  by  neighboring  states  is  more 
relevant . 

The  survey  data,  as  well  as  the  information  provided  in  following  chapters, 
indicates  that  Montana  state  government  pays  employees  in  support  service 
occupations  comparatively  well,  but  does  not  proportionally  reward  those  who 
perform  professional  or  managerial  work. 
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Table  1,  which  follows,  illustrates  salary  comparisons  based  on  the  survey  of 
other  Montana  employers.  Table  2  illustrates  salary  comparisons  based  on  the 
survey  of  neighboring  states. 

Graph  1,  at  the  end  of  this  chapter,  demonstrates  by  grade  the  percent  of 
Montana  state  government  entry  salaries  are  above  or  below  those  of  other 
employers. 
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TABLE  1 

MONTANA  EMPLOYERS 

SALARY  SURVEY  RESULTS  BY  JOB  CLASS /OCCUPATION 


JOB  CLASS/OCC  GROUP 


GRADE 


MONTHLY 


AVG .  AVG . 
SURVEY  STATE 
SALARY   SALARY 


%  STATE  SAL.  IS 
ABOVE /BELOW  MEAN 


DP  Manager  III 

Computer  Science 


17 


2257 


2891 


Accounting/FS  Mg.  Ill  17  2865  2766 

Pers.  Svcs.  Manager  II  17  2722  2893 

Admin.  Officer  V  17  2972  2715 
Gen.  Bus. /Econ. /Account 


Nursing  Serv.  Mgr.  II 
Medicine  -  Health 

TOTAL  ADMIN/OFFICIALS 

Civil  Eng.  Spec.  II 
Civil  Eng.  Spec.  V 

Eng.  &  Architecture 

Programmer/Analyst  I 
Programmer /Analyst  III 
Software  Specialist  III 
Computer  Science 

Teacher-Ins ti tut ions -BA 
Education 


17 


13 
16 


13 
15 
16 


2154 


2383 
3105 


1561 
2341 
2761 


2131 


2936 


1678 
2737 


1708 
2230 
2638 


2096 


28.1 
28.1 

■    3.5 
6.3 

•  8.7 

•  3.5 

36.3 
36.3 

9.8 

•29.6 
■11.9 
■19.1 

9.4 
4.8 

•  4.5 

•  1.3 

1.6 
1.6 


Building  Codes  Insp. 
Insp./Off ./Inv. 

Accounting  Specialist  I 
Accounting  Specialist  III 
Accountant  II 
Personnel  Officer  II 
Administrative  Officer  II 
Gen.  Bus . /Econ. /Account 

Guidance  Counselor 
Psychologist  I 

Behavioral  Sciences 

Nurse  Professional  II 
Medical  Technologist  II 
Physical  Therapist 
Medical  Records  Admin. 


14 


1733 


1892 


11 

1687 

1559 

13 

1951 

1875 

15 

2181 

2120 

15 

2180 

2252 

14 

2243 

1948 

14 

2430 

1779 

15 

2380 

2120 

13 

1739 

1698 

14 

1740 

2038 

14 

2303 

1976 

12 

1627 

1736 

9.2 
9.2 


■  7 

■  3 
•    2 

3 
■13 


-  3.6 

-26.8 
-10.9 
-21.8 

-  2.3 
17.2 

-14.2 
6.7 


R6-CLASS 


MONTHLY 


AVG .  AVG . 

SURVEY  STATE    %  STATE  SAL.  IS 

JOB  CLASS/OCC  GROUP GRADE  SALARY  SALARY   ABOVE/ BELOW  MEAN 

Recreation  Specialist  I         12  1508  1606  6.5 

Medicine  -  Health  2.7 

Lawyer  II                       15  1936  1911  -  1.3 

Law  -  1.3 

Librarian  I                     12  2120  1646  -22.3 

Library  &  Arch.  Sciences  -22.3 

TOTAL  PROFESSIONAL  -  5.8 

Designer  I                      12  2065  1699  -17.7 

Drafter  II                      9  1348  1253  -  7.1 

Engineering  Tech.  I             10  1668  1428  -14.4 

Engineering  &  Arch.  -12.0 

Computer  Operator  II            11  1348  1437  6.6 

Computer  Operator  III           13  1724  1801  4.5 

Computer  Operator  Tech.  II      10  1511  1392  -  7.9 

Computer  Science  2.2 


12 

2065 

1699 

9 

1348 

1253 

10 

1668 

1428 

11 

1348 

1437 

13 

1724 

1801 

10 

1511 

1392 

10 

1521 

1433 

9 

1351 

1306 

13 

1848 

1811 

10 

1200 

1379 

11 

2066 

1434 

9 

1426 

1335 

12 

1820 

1713 

Accounting  Technician  II  10     1521     1433         -  5.8 

Payroll  Technician  9     1351     1306        -  3.3 

Accounting  -  4.5 

Radlgcal  Technologist  III  13     1848     1811         -  2.0 

Licensed  Practical  Nurse  II  10     1200     1379         14.9 

Medicine  -  Health  7.0 

Office  System  Technician  II  11     2066     1434         -30.6 

Administrative  Assistant  I  9     1426     1335        -  6.4 

Administrative  Assistant  IV  12     1820     1713        -  5.8 

Administrative  -12.1 

Library  Technician  II  10     1207     1438         19.1 

Library  &  Arch.  Sciences  19.1 

TOTAL  TECHNICIANS  -  2.4 


Police  Patrol  Officer  11     1688     1558         -  7.7 

Protective  Services  -  7.7 

TOTAL  PROTECTIVE  SERVICES  -  7.7 


R6-CLASS 


JOB  CLASS/OCC  GROUP 


MONTHLY 


AVG .     AVG . 
SURVEY   STATE    %  STATE  SAL.  IS 
GRADE   SALARY   SALARY   ABOVE /BELOW  MEAN 


Teacher  Aide  II 
Education 


869 


1129 


30.0 
30.0 


Nurse  Aide  I 
Health 


823 


1094 


33.0 
33.0 


TOTAL  PARA-PROFESSIONAL 


32.1 


Office  Supervisor  II 
Secretary  I 
Secretary  Admin.  II 
Secretary  Legal  II 
Dup.  Machine  Operator  II 
Word  Processing  Oper.  Ill 
Typist  II 

Data  Entry  Operator  I 
Data  Entry  Operator  III 
Data  Entry  Supervisor  II 
Office  Clerk  I 
Office  Clerk  II 
Administrative  Clerk  II 
Clerk  Supv.  II 
Mail  Clerk  II 
Receptionist  I 
General 


10 

1614 

1525 

7 

1110 

1118 

11 

1479 

1607 

9 

1236 

1266 

8 

1270 

1189 

8 

1087 

1165 

6 

1026 

977 

5 

1057 

980 

7 

1134 

1085 

9 

1400 

1397 

4 

834 

834 

5 

988 

923 

7 

1038 

1132 

9 

1320 

1404 

6 

908 

1025 

6 

923 

994 

■  7.3 

•  4.3 

•  0.2 

■  0.1 

■  6.6 
9.0 
6.4 

12.9 
7.7 
0.9 


Accounting  Clerk  III 
Accounting 

TOTAL  CLERICAL 


1186 


1195 


0.7 
0.7 

0.9 


Carpenter 
Laborer 

Structural  Crafts 

Machinist /Mechanic 
Working  Shop  Foreman 
Equipment  Operator  II 
Truck  Driver  Under  5  Ton 
Machine  Oper.  &  Mech, 


10 

1779 

1921 

9 

1718 

1547 

10 

1960 

1906 

11 

2140 

1973 

9 

1998 

1839 

7 

1828 

1674 

8 

.0 

10 

.0 

3 

.0 

2 

.8 

7 

.8 

7 

.9 

8 

.4 

6 

.4 

TOTAL  SKILLED  CRAFT 


-  5.6 


R6-CLASS 
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MONTHLY 


AVG .  AVG . 

SURVEY  STATE    %  STATE  SAL.  IS 

JOB  CLASS /OCC  GROUP GRADE  SALARY  SALARY   ABOVE /BELOW  MEAN 

Food  Service  Worker  I           5  835  899  7.7 

Baker  II                        9  923  1350  46.2 

Cook  I                          7  978  1208  23.5 

Domestic  Services  20.8 

Custodial  Supervisor  I           9  1238  1398  12.9 

Custodian  12.9 

Laundry  Worker  I                6  800  1028  28.5 

Maintenance  Worker  I             8  1219  1183  -  2.9 

Maintenance  Worker  III         10  1402  1467  4.6 

Maintenance  Supervisor  I       12  1766  1788  1.2 

Laborer  II                      6  1565  998  -36.2 

Warehouse  Worker  II             9  1412  1230  -12.9 

Unskilled  -  Semi-skilled  3.1 

TOTAL  SERVICE /MAINTENANCE  10.0 

TOTAL  ALL  JOB  CLASSES  0.7 


R6 -CLASS 


TABLE  2 

NEIGHBORING  STATES 

SALARY  SURVEY  RESULTS  BY  JOB  CLASS /OCCUPATION 


JOB  CLASS /OCC  GROUP 


GRADE 


MONTHLY 


AVG .     AVG . 
SURVEY   STATE    %  STATE  SAL.  IS 
SALARY   SALARY   ABOVE /BELOW  MEAN 


Civil  Engineer  Manager  II 
Eng .  &  Architecture 


4283 


3274 


-23.6 
-23.6 


Data  Processing  Mgr .  Ill 
Computer  Science 


17 


4100 


2891 


-29.5 
-29.5 


Dist.  Vet.  Livestock 

Inspector  Supervisor         19     2847     3019 
Insp. /Off. /Investigators 

Accounting/FS  Mg .  Ill 
Employment  Manager  I 
Administrative  Officer  V 
Superintendent  Inst.  Ill 
Career  Exe .  Assignment 
Career  Exe.  Assignment 
Career  Exe.  Assignment 
Career  Exe.  Assignment 
Admin. /Mtl.  Hlth.  & 

Res.  Services  22     3894     4056 

Gen.  Bus . /Econ . /Account 


17 

3537 

2766 

14 

2570 

2153 

17 

3273 

2715 

19 

3628 

3118 

18 

3460 

3035 

19 

3748 

3340 

20 

3953 

3595 

21 

4511 

3802 

6.0 

6.0 

■21.8 
•16.2 
■17.1 
■14.1 
■12.3 
■10.9 
■  9.1 
■15.7 

4.2 
•13.0 


Environmental  Prgm.  Mgr.  I 
Resource  Program  Manager  II 
Fish/Wildlife  Reg.  Mgr.  I 
Life  Sciences 


16 

3486 

2500 

17 

2988 

2770 

16 

3214 

2588 

■28 
■  7 
■19 


-18.9 


Human  Services  Manager  I 
Behavioral  Sciences 


16 


2959 


2475 


•16 
•16 


Nursing  Svcs.  Manager  II 
Medicine  -  Health 


17 


3042 


2936 


Fish  &  Game  Warden  Capt, 
Protective  Services 


16 


2840 


2629 


-  7.4 

-  7.4 


Planning  Manager  I 
Planning 


16 


TOTAL  ADMINISTRATORS/OFFICIALS 


3289 


2607 


-20.7 
-20.7 

-15.0 


R7 -CLASS 


SURVEY  STATE    %  STATE  SAL.  IS 

JOB  CLASS  /OCC  GROUP GRADE  SALARY  SALARY   ABOVE /BELOW  MEAN 

Civil  Engineer  Spec.  II  13  2553  1678  -34.3 

Civil  Engineer  Spec.  V  16  3659  2737  -25.2 

Telecom.  Systems  Analyst  I  14  1744  2036  16.7 

Engineering  &  Architecture  -23.2 

Programmer/Analyst  I  13  2232  1708  -23.5 

Programmer/Analyst  III  15  3116  2230  -28.4 

Software  Specialist  III  16  3339  2638  -21.0 

Computer  Science  -24.6 

Education  Program  Rep.  16  3056  2438  -20.2 

Education  -20.2 

Health  Care  Fac .  Surveyor  14  2228  1763  -20.9 

Drivers  Services  Spec.  I  11  I486  1539  3.5 

Building  Codes  Inspector  14  1893  1892  -  0.0 

Inspectors/Of ficials/Inv.  -  9.4 

Statistician  I  11  1857  1625  -12.5 

Economist  III  16  3203  2331  -27.2 

Accounting  Specialist  I  11  1751  1559  -11.0 

Accounting  Specialist  III  13  2277  1875  -17.7 

Accountant  II  15  2592  2120  -18.2 

Auditor  II  12  1957  1679  -14.2 

Bank  Examiner  IV  15  2720  2027  -25.5 

Budget  Analyst  Executive  II  16  3098  2281  -26.4 

Personnel  Specialist  II  13  2275  1768  -22.3 

Personnel  Officer  II  15  3231  2252  -30.3 

Administrative  Officer  II  14  2683  1948  -27.4 

Research  Specialist  II  13  2356  1781  -24.4 

Gen.  Bus . /Econ. /Account  -22.2 

Field  Project  Manager  15  2650  2399  -  9.5 

Eng.  &  Architecture  -  9.5 

Environmental  Engineer  III  16  3059  2260  -26.1 

Chemist  II  12  2033  1549  -23.8 

Hydrologist  III  14  2687  1832  -31.8 

Forensic  Scientist  15  2795  2044  -26.9 


Environmental  Specialist  III  14  2458  1874  -23.8 

Forester  III  13  2234  1870  -16.3 

Forester  Supervisor  15  2611  2382  -  8.8 

Microbiologist  I  11  1846  1365  -26.0 

Wildlife  Area  Manager  I  12  1737  1956  12.6 

Life  Sciences  -20.5 


16 

3059 

2260 

12 

2033 

1549 

14 

2687 

1832 

15 

2795 

2044 

14 

2458 

1874 

13 

2234 

1870 

15 

2611 

2382 

11 

1846 

1365 

12 

1737 

1956 

R7-CLASS 
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%  STATE  SAL.  IS 
JOB  CLASS/OCC  GROUP  GRADE   SALARY   SALARY   ABOVE/BELOW  MEAN 


Rehab.  Counselor  II  12  1994  1572  -21.2 

Rehab.  Counselor  Supv.  I  14  2719  2130  -21.6 

Psychologist  III  17  3438  2329  -32.2 

Employment  Specialist  12  1945  1794  -  7.8 

Behavioral  Sciences  -22.2 


MONTHLY 

AVG. 

AVG. 

SURVEY 

STATE 

GRADE 

SALARY 

SALARY 

12 

1994 

1572 

14 

2719 

2130 

17 

3438 

2329 

12 

1945 

1794 

19 

4075 

2917 

14 

2729 

1976 

13 

1055 

1698 

15 

2760 

2347 

15 

2831 

2232 

14 

2026 

2038 

14 

2428 

1976 

15 

2696 

2306 

32 

5475 

6999 

Dentist  19  4075  2917  -28.4 

Pharmacist  14  2729  1976  -27.6 

Nurse  Professional  II  13  1055  1698  -17.3 

Nurse  Psychiatric  Supv.  15  2760  2347  -15.0 
Nurse  Pub.  Hlth. 

Consultant  I  15  2831  2232  -21.1 

Medical  Technologist  II  14  2026  2038  0.6 

Physical  Therapist  14  2428  1976  -18.6 

Health  Services  Prgm.  Supv.     15  2696  2306  -14.5 

Physician-Specialist  32  5475  6999  27.8 

Medicine  -  Health  -  8.6 

Lawyer  II  15     3004     1911         -36.4 

Law  -36.4 

Editor  II  13     2165     2066         -  4.6 

Information  Officer  II         15     2382     2215        -  7.0 

Art,  Photogrpy. ,  Journal.  -  5.9 

-24.3 
-24.3 

-11.7 

-  4.8 

-  8.6 

TOTAL  PROFESSIONAL  -18.2 

Review  Appraiser 
Right  of  Way  Agent  II 
Right  of  Way  Agent  IV 
Eligibility  Tech.  Supv. 
Brand  Inspector  II 
Brand  Inspector  Supv.  I 

Inspect. /Of fie. /Invtors . 

Design  Technician  II 
Designer  I 
Designer  III 
Drafter  II 


Pilot  II 

14 

2685 

2032 

Aviation 

Librarian  I 

12 

1865 

1646 

Curator  I 

13 

1756 

1672 

Library  &  Arch. 

Sciences 

15 

2538 

1956 

-22.9 

11 

2145 

1498 

-30.2 

14 

2892 

1764 

-39.0 

12 

2086 

1764 

-15.5 

8 

1500 

1198 

-20.1 

10 

2137 

1494 

-30.1 

-27.7 

11 

1971 

1484 

-24.7 

12 

2093 

1699 

-18.8 

14 

2894 

2164 

-25.2 

9 

1525 

1253 

-17.8 

R7-CLASS 
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JOB  CLASS/OCC  GROUP 


GRADE 


MONTHLY 


AVG .  AVG . 
SURVEY  STATE 
SALARY   SALARY 


%  STATE  SAL.  IS 
ABOVE/ BELOW  MEAN 


Engineering  Technician  I        10  1798  1428 

Engineering  Technician  III      13  2446  1959 

Survey  Aide  II  8  1437  1065 

Engineering  &  Architecture 

Computer  Operator  II  11    1751     1437 

Computer  Science 

Laboratory  Technician  III         11    1787     1786 
Health 

Accounting  Technician  II  10    1435     1433 

Accounting 

Word  Processing  Technician         9    1412     1284 
Employment  Assistant  8    1325     1182 

General 

Fish  Hatchery  Manager  I  13    2051     1996 

Field  Technician  II  11    1695     1581 

Life  Sciences 


•20 
■19 
■25 
■21 


■18.0 
■18.0 

■  0.1 

•  0.1 

■  0.1 

■  0.1 

•  9.1 
■10.8 

■  9.7 

•  2.7 

•  6.7 

■  4.3 


Radiological  Technologist  III 
Medicine  -  Health 

Graphic  Artist  III 
Photographer  I 

Art,  Photography,  Jrnlism, 

Office  System  Technician  II 
Statistical  Technician  I 
Statistical  Technician  II 
Personnel  Technician  II 
Administrative  Assistant  I 
Administrative  Assistant  IV 
Administrative 

Communication  Technician  II 
Communication  Technician  III 
Electronics 


13 


1950 


1811 


9 

1785 

1350 

11 

1809 

1558 

11 

1850 

1434 

9 

1460 

1340 

10 

1525 

1565 

10 

1649 

1469 

9 

1608 

1335 

12 

2003 

1713 

11 

2073 

1558 

13 

2641 

1773 

■  7.1 

■  7.1 

•24.4 
■13.9 

■19.1 


-22 

-  8 

2 

-10 


5 
2 
6 
9 

-17.0 
-14.5 
-13.6 

-24.8 
-32.9 
-29.1 


Library  Technician  II 

Librarv  &  Arch.  Sciences 


10 


1476 


1438 


2.6 
2.6 


TOTAL  TECHNICIANS 


-18.6 
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JOB  CLASS /OCC  GROUP 


GRADE 


MONTHLY 


AVG .  AVG . 
SURVEY  STATE 
SALARY   SALARY 


%  STATE  SAL.  IS 
ABOVE /BELOW  MEAN 


Correctional  Officer  II  10 

Highv/ay  Patrol  Lieutenant  15 

Highway  Patrol  Officer  II  14 

Fish  and  Game  Warden  II  14 
Protective  Services 


1688 

1427 

-15.5 

3064 

2409 

-21.4 

2282 

2132 

-  6.6 

2074 

1976 

-  4.7 
-12.6 

TOTAL  PROTECTIVE  SERVICES 


-12.6 


Research  Aide  II 

General  Business 

Home  Attendant 
Special  Duty  Aide  I 
Health 

Laboratory  Aide  II 

Unskilled  -  Semi  Skilled 

Cottage  Life  Attendant  I 
Behavioral  Sciences 

Tour  Guide  II 

Miscellaneous  Services 


8 

1457 

1490 

2.3 
2.3 

7 

1015 

1258 

23.9 

9 

1413 

1338 

-  5.2 
8.5 

8 

1358 

1200 

-11.6 
-11.6 

8 

1335 

1171 

-12.3 
-12.3 

5 

1030 

864 

-16.1 
-16.1 

TOTAL  PARA-PROFESSIONAL 


-  4.9 


Secretary  I 
Secretary  Admin.  II 
Dup.  Machine  Oper.  II 
Word  Proc.  Operator  III 
Typist  II 

Property  Tax  Clerk  I 
Cashier  I 
Mail  Clerk  II 
Receptionist  I 
General 

Accounting  Clerk  III 
Accounting 


7 

1293 

1118 

11 

1739 

1607 

8 

1385 

1189 

8 

1223 

1165 

6 

1146 

977 

7 

1840 

1188 

6 

992 

1101 

6 

997 

1025 

6 

1094 

994 

1565 


1195 


■13.5 

■  7.6 
■14.2 

■  4.8 
■14, 
•35, 


7 
5 

11.0 
2.8 


•23.7 
■23.7 
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MONTHLY 


AVG .     AVG . 
SURVEY   STATE    %  STATE  SAL.  IS 
JOB  CLASS/OCC  GROUP GRADE   SALARY   SALARY   ABOVE /BELOW  MEAN 

Liquor  Store  Clerk  II  4     1151     1249          8.5 

Retail  Sales  -  Liquor  Store  8.5 

Microfilm  Clerk  I  6     1191     1098         -  7.8 

Miscellaneous  Services  -  7.8 

TOTAL  CLERICAL  -  9.9 

Laborer  5     1430     1547  8.2 

Structural  Crafts  8.2 

Machinist/Mechanic  10  1777  1906  7.3 

Working  Shop  Foreman  11  3021  1973  -34.7 

Equipment  Operator  II  9  1623  1839  13.3 

Machine  Oper.  &  Mechanics  -10.9 

TOTAL  SKILLED  CRAFT  -  7.6 

Food  Service  Worker  I 
Cook  I 

Domestic  Services 

Fish  Hatchery  Worker  II 
Forestry  Worker  II 
Life  Sciences 

TOTAL  SERVICE/MAINTENANCE 

TOTAL  ALL  JOB  CLASSES 


5 

580 

899 

55.1 

7 

843 

1208 

43.2 
48.1 

10 

1538 

1449 

-  5.8 

7 

1411 

1019 

-27.8 
-14.5 

-  9.9 

-16.8 

R7-CLASS 
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GRAPH    1 


Percent    Montana    is    Above/Below   the    Entry    Salary 
by  Grade 


Percent       -10 


Neighboring 
Slates 


Other  Montana 
Employers 
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CHAPTER   2 
THE   COMPENSATION   PLAN:    FOUR   PAY   SCHEDULES 

The  purpose  of  the  state's  overall  compensation  plan  is  to  attract  and  retain  a 
competent  and  qualified  work  force,  according  to  2-18-301,  MCA.  The  statute 
also  states  that  the  plan  shall  be  administered  "on  the  basis  of  merit,  internal 
equity,  and  competitiveness  to  external  labor  markets  when  fiscally  able."  At 
the  same  time,  the  state  is  required  to  collectively  bargain  with  its  organized 
employees  as  provided  for  in  39-31-201,  MCA.  As  a  result  of  these  sometimes 
conflicting  interests,  the  state's  overall  compensation  plan  includes  a  number  of 
different  components. 

Non-exempt  employees  in  the  executive  branch  are  covered  by  one  of  five  pay 
schedules.  This  chapter  describes  each  of  the  schedules,  reports  on  the  cur- 
rent pay  status  of  employees  within  the  separate  schedules,  and  discusses 
problems  that  result  from  their  operation  or  limitations. 

1.        THE   STATEWIDE   CLASSIFICATION   PAY   SCHEDULE 

The  largest  and  most  complex  pay  schedule,  covering  approximately  12,600 
positions  (including  university  system  positions  not  under  Board  of  Re- 
gents contracts)  is  driven  by  the  Classification  System.  The  pay  matrix 
for  the  Statewide  Schedule  includes  25  grades,  or  pay  ranges,  which  are 
based  on  skill  levels,  and  13  steps,  which  are  normally  acquired  through 
length  of  service.  Each  position  is  assigned  to  a  grade  through  the 
process  of  classification,   which  is  briefly  described  below. 

"Classification"  is  an  orderly,  methodical  approach  to  ranking  jobs  accord- 
ing to  some  pre-established  set  of  criteria  for  the  purpose  of  assigning 
pay  ranges.  All  employers  use  some  means  of  ranking  the  jobs  within 
their  organization,  usually  based  to  a  large  degree  on  the  skills  required 
to  perform  the  work.  The  manager  receives  a  higher  salary  than  the 
secretary;  the  corporate  lawyer  receives  a  higher  salary  than  the  custodi- 
an. A  classification  system  simply  defines  the  means  by  which  these 
ranking  decisions  are  made  and  provides  for  administrative  control. 

Classification  systems  per  se  originated  in  public  sector  employment  around 
the  turn  of  the  century,  but  they  are  also  fundamental  to  personnel  ad- 
ministration among  private  sector  employers.  In  a  classification  system, 
the  characteristics  of  the  job ,  rather  than  the  characteristics  of  the  em- 
ployee appointed  to  the  job,  provide  the  basis  for  setting  pay.  It  makes 
explicit  the  relationship  between  the  work  and  the  pay,  which  adds  to 
employee  morale  and  efficient  pay  administration. 

A.       The  Classification  System  includes  these  components: 

1.  Approximately  1550  CLASSES.  A  class  is  a  group  of  positions 
that  are  similar  enough  in  duties  and  responsibilities  that  the 
same  title  can  be  used  to  describe  them,  and  the  same  knowl- 
edges,    skills,     and    abilities    can    be    required    of    each.       Some 
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classes,    such    as    Highway    Patrol   Officer    II,    have   over    100    po- 
sitions.    Others,   such  as  State  Dental  Officer,   have  only  one. 

2.  CLASS  SPECIFICATIONS.  These  are  written  guidelines  that 
descrihe  the  kind  of  positions  that  belong  in  the  class. 

3.  Approximately  13,500  POSITION  DESCRIPTIONS.  These  are 
standardized  forms  on  which  agency  officials  describe  the  duties 
and  responsibilities  that  are  assigned   to  individual  positions. 

NOTE:  A  "position"  is  a  group  of  duties  and  responsibilities  that  can  be 
described  on  a  position  description,  assigned  a  position  number, 
and  authorized  for  budget  expenditure.  A  position  may  have 
several  incumbents  and  may  be  equivalent  to  more  than  one 
FTE .  Conversely,  a  position  may  be  less  than  an  FTE.  The 
number  of  classified  positions  is  not  equal  to  the  number  of 
employees  in  the  executive  branch. 


The  Classification  Process: 

The  classification  process  (grouping  jobs  into  classes  and  assigning 
classes  to  pay  grades)  rests  on  internal  comparisons.  Although  the 
methodology  is  much  more  sophisticated  in  actual  practice,  the  ap- 
proach to  classification  can  be  described  in  these  two  questions: 

1)  Which  jobs  are  similar  enough  to  be  grouped  together? 

Positions  that  are  similar  are  "allocated"  to  the  same  class.  This 
is  determined  by  comparing  the  position  description  to  class 
specifications  and  selecting  the  one  that  best  describes  the 
positions,  and  by  comparing  the  position  to  others  that  may  be 
similar. 

2)  Which   jobs    are   more    (or   less)    difficult   and   require   greater    (or 
fewer)    skills? 

Classes  are  assigned  to  pay  grades  by  making  comparisons  to 
other  classes  and   determining  relative  difficulty. 


Classification  System  Maintenance: 

Newly  created  positions  must  be  classified  before  they  can  be  filled. 
Existing  positions  may  be  reclassified  (put  into  a  different  class) 
when  the  duties  and  responsibilities  have  significantly  changed.  An 
"upgrade"  is  the  reclassification  of  a  position  to  a  class  at  a  higher 
grade;  a  "downgrade"  is  the  reclassification  of  a  position  to  a  class  at 
a  lower  grade. 
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Changes  in  technology,  in  staffing  patterns,  and  in  program  emphasis 
require  the  ongoing  modification,  addition,  and  deletion  of  classes 
from  the  system. 

D.  Classification  System  Objectives: 

A  classification  plan  is  the  cornerstone  of  a  personnel  management 
system .     The  system  supplies  information  for  use  in 

(1)  budget  planning  and  pay  administration 

(2)  manpower  planning 

(3)  recruitment  and  selection 

(4)  training 

(5)  performance  appraisal 

(6)  employee  relations 

(7)  labor  relations 

In  addition,  the  Statewide  Classification  and  Pay  Plan  meets  these 
mandates: 

a.  It  meets  the  federal  requirement  of  equal  pay  for  equal 
work.  Positions  that  are  assigned  equal  work  are  placed  in 
the  same  class  and  assigned  the  same  pay  grade. 

b.  Because  pay  stems  from  internal  job  comparisons  rather 
than  external  marketplace  factors,  the  state  is  in  a  relative- 
ly good  position  with  respect  to  meeting  a  standard  of 
comparable  worth  as  required  in  2-18-208,   MCA. 

E.  Limitations  of  the  Classification  System: 

Classification  ranks  jobs  into  skill  levels,  but  because  it  is  only  a 
ranking  process,  it  doesn't  resolve  pay  problems.  For  example,  there 
is  nothing  in  the  process  that  addresses  the  supply  of  or  demand  for 
workers  who  possess  the  required  skills  for  a  given  class.  Recruit- 
ment and  retention  problems  must  be  resolved  through  other  means. 

Another  problem  is  that  with  no  merit  pay  practices,  employees  who 
are  classified  the  same  receive  the  same  base  pay  regardless  of  how 
well  they  perform  their  duties.  This  may  be  demoralizing  to  the  most 
productive  and  efficient  employees. 


F.       How     employees     advance     through     the     Statewide     Classification     Pay 
System : 

Employees  may  move  vertically  in  the  matrix  as  a  result  of  promotion 
or  demotion,  or  as  a  result  of  having  their  positions  reclassified  to  a 
higher  or  lower  grade.  Horizontal  movement  through  the  Statewide 
Pay  Schedule  is  based  on  length  of  service,  with  step  increments  of 
approximately     2%     over     the     base     salary     being     granted     on     the 
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employee's    anniversary    date, 
granted  since  FY85. 


Only    one    step    advancement    has    been 


No.   of 
Employees 


The  graph  below  illustrates  how  the  salary  freeze  has  affected  the 
positioning  of  employees  on  the  Statewide  Pay  Schedule.  The  "bunch- 
ing" of  employees  at  Steps  1  -  3  is  a  reflection  of  the  lack  of  normal 
horizontal  movement  through  the  pay  schedule  in  the  last  four  years. 
The  number  of  employees  at  the  higher  end  of  the  matrix  illustrates 
the  effects  of  the  Statewide  Matrix  having  been  in  place  for  thirteen 
years.  Had  there  not  been  a  freeze  on  step  advancements,  more 
employees  would  be  at  the  top  of  the  pay  range  for  their  grades. 


GRAPH   2 
Pay   Plan   Steps 
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G.       Compression  in  the  Statewide  Pay  Matrix: 

The  State  Legislature  provides  the  pay  matrices  for  classified  employ- 
ees. Since  1975,  pay  increases  have  not  been  proportionally  equal 
for  all  grade  levels,  resulting  in  less  pay  differential  between  grades 
than  when  the  system  was  designed.  Lower  graded  positions  have 
fared  better  with  an  88%  increase  since  1975  at  grade  4,  while  at 
grade  22  the  increase  has  been  only  28%. 

On  the  following  page,  the  total  percent  of  pay  increases  since  FY86 
to  the  base,  or  Step  2  salary,  at  each  grade  is  illustrated  by  a  line 
graph.  This  graph  demonstrates  that  significantly  smaller  pay  raises 
have  been  granted  to  Officials /Administrator ,  Professional,  and  Tech- 
nical level  classes  --  those  requiring  the  most  extensive  and/or 
specialized  training. 
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GRAPH   3 


Percent   Increase   at   Step   2   in   the   Statewide   Pay 
Matrix   by   Grade    Level    Since   FY   1976 
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The  compression  of  the  pay  matrix  has  also  created  some  problem  with 
supervisory  relationships.  It  is  not  uncommon  for  a  supervisor  to 
earn  less  than  an  employee  in  a  subordinate  position,  who  is  at  a 
lower  grade  but  has  more  time  in  service. 

2.  THE  BLUE   COLLAR   PLAN 

Job  titles,  grades  and  means  of  advancement  through  the  Blue  Collar  Pay 
Schedule,  which  covers  approximately  762  positions,  were  established 
through  collective  bargaining.  Employees  may  move  vertically  in  the 
Schedule  by  successfully  bidding  on  jobs  as  they  become  open.  There  is 
no  horizontal  movement,  but  annual  pay  increases  are  negotiated  on  a 
dollar-per-hour  or  cents-per-hour  basis. 

3.  THE  LIQUOR   STORE  PLAN 

Positions  are  assigned  to  grades  in  the  Liquor  Store  Plan  according  to  the 
size  of  the  store  in  which  they've  employed.  Pay  rates  are  negotiated  on 
the  same  basis  as  in  the  Blue  Collar  Schedule.  There  is  no  horizontal 
movement ,  but  employees  covered  by  the  Liquor  Store  Schedule  receive 
longevity  increments  for  each  five  years  of  service,  and  may  receive  a 
percentage  of  business  profits.  Approximately  117  positions  are  covered  by 
this  plan. 

4.  PHYSICIANS 

Physicians  employed  by  the  state's  institutions  are  covered  by  a  separate 
pay  schedule  when  salaries  on  the  Statewide  Schedule  are  not  high  enough 
to  permit  recruitment  and  retention  of  qualified  personnel. 

Teachers  employed  by  accredited  schools  within  state  government  (Pine  Hills, 
Mountain  View,  and  The  School  for  the  Deaf  and  Blind)  are  exempt  from  the 
compensation  practices  described  above.  They  are  paid  according  to  separate 
pay  schedules  that  are  collectively  bargained. 

The  existence  of  separate  pay  plans  and  schedules  has  enabled  organized  em- 
ployees covered  by  collective  bargaining  agreements  to  negotiate  some  of  the 
terms  of  their  compensation  packages.  But  while  separate  pay  plans  provide 
collective  bargaining  flexibility,  they  generally  result  in  higher  levels  of  pay 
than  for  similar  jobs  in  the  Statewide  Schedule. 

For  example,  inequity  exists  between  the  pay  provided  to  skilled  craft  workers 
covered  by  the  Blue  Collar  Plan  and  those  covered  by  the  Statewide  Classifica- 
tion Plan.  The  hourly  rate  for  a  Carpenter  in  the  Blue  Collar  Plan  is  $11.09, 
but  the  base  salary  for  a  Maintenance  Carpenter  in  the  Statewide  Plan  is  only 
$8.08  per  hour  —  and  it  will  take  at  least  12  years  (if  steps  were  granted  each 
year)  to  reach  the  maximum  rate  of  $10.42  an  hour. 


-21- 


Second,  the  fact  that  most  of  the  occupations  covered  by  the  Blue  Collar  Plan 
are  male  dominant  is  problematic  if  the  state  is  to  achieve  a  standard  of  compa- 
rable worth  among  all  employees.  These  jobs  may  pay  better  than  fe- 
male-dominant jobs  of  comparable  difficulty. 
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CHAPTER    3 


RECRUITMENT   AND   RETENTION 


When  positions  are  vacant,  other  employees  are  usually  called  upon  to  perform 
extra  work,  which  may  result  in  overtime  costs  or  position  upgrades.  Work 
plans  must  be  modified  or  delayed.  Services  to  citizens  may  be  impaired. 
Filling  vacancies  is  also  costly  in  terms  of  time  supervisors  and  personnel  staff 
must  spend  recruiting,  screening,  selecting,  and  training  new  employees. 
Turnover  problems  are  compounded,  in  some  cases,  by  recruitment  difficulties. 
For  some  classes,  candidates  qualified  to  fill  the  vacant  positions  are  scarce 
and/or  unavailable  at  the  salaries  offered  by  state  government.  While  vacancies 
have  provided  savings  to  the  state  when  funding  personnel  services,  it  may  not 
be  in  the  best  interests  of  agencies  to  have  such  high  turnover  rates,  at  least 
in  some  occupations. 

This  chapter  provides  information  about  employee  turnover  —  where  vacancies 
occur;  about  retention  —  is  there  a  problem  keeping  qualified  employees?  and 
about  recruitment  problems  —  how  they're  identified  and  resolved. 


TURNOVER 

Table    3    on    page  lists    the    numbers    of   employees,    by    EEO    category,    who 

voluntarily  left  state  government  employment*  during  Fiscal  Years  86,  87,  and 
8lT  Included  are  employees  who  retired,  found  other  employment  outside  state 
government,  left  because  of  ill  health  or  dissatisfaction  with  some  aspect  of  the 
work  (including  salary)  or  who  selected  "personal  reasons"  as  their  reason  for 
termination.**  This  table  indicates  an  average  turnover  rate  of  12%  during  the 
three  year  period. 

While  the  overall  rate  of  turnover  was  12%,  some  occupational  categories  (and 
some  classes)  had  more  than  (or  less  than)  12%  turnover.  Within  each  occupa- 
tional category,  some  classes  have  higher  turnover  rates  than  others.  The 
lower  graded,  entry  level  classes  within  the  category,  for  example,  have  higher 
rates  of  turnover  than  higher  graded,  journey  or  advanced  level  classes.  This 
is  consistent  with  national  data  which  indicates  that  there  is  more  job  mobility 
among  young  workers  who  haven't  settled  into  a  career  path. 


~~ *  In  addition  to  the  turnover  described  above  and  listed  on  Table  1,  another 
21%  turnover  is  caused  by  state  employees  vacating  their  positions  to  take 
other  jobs  within  state  government,  or  who  are  involuntarily  terminated 
from  seasonal  or  temporary  positions. 

**  Turnover  data  is  provided  by  the  Personnel /Payroll /Position  Control  data 
base. 
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Below   is   a   comparison   of  turnover  in   each   occupational  category  to  the  overall 
state  turnover  average,   and  to  salary  survey  data  for  that  category. 


CHART   1 

TURNOVER  RATES  BY  OCCUPATIONAL  CATEGORY 
COMPARED  TO  SURVEY  DATA 


Turnover  rates  are  lower  than  average  for 
EEO  Category  %  Salary  is  above /below  market 

In-State         Out-of-State 

(1)  Officials  and  Administrators  9.8  -  15.0 

(2)  Skilled   Craft  -  5.6  -     7.5 

(3)  Service /Maintenance  10.0  -     9.9 

Turnover  rates  are  at  or  near  average  for 
EEO  Category  %  Salary  is  above /below  market 

In-State         Out-of-State 

(4)  Technicians  -  2.4  -  18.6 

(5)  Protective  Service  -  7.7  -   12.6 

Turnover  rates  are  higher  than  average  for 
EEO  Category  %  Salary  is  above/below  market 

In-State         Out-of-State 

(6)  Office /Clerical  .9  -     9.9 

(7)  Professional  -  5.8  -   18.2 

(8)  Paraprofessional  32.1  -     4.9 

Some    conjecture   about   the   reasons    for   turnover  in   each   occupational   category 
follows. 

(1)  Administrative /Officials  classes  require  advanced  expertise  either  in  man- 
agement  or  in  the  particular  program  area  for  which  they  are  responsible. 
Many  employees  in  these  classes  were  promoted  from  lower  level  positions 
and  have  invested  at  least  10  years  in  state  government  service.  "Retire- 
ment" was  frequently  listed  as  the  reason  for  termination  from  this  catego- 
ry. 
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(2)  Skilled  Craft  occupations  are  either  covered  by  the  Blue  Collar  Pay  Sched- 
ule  or  range  from  about  grades  10  through  12  on  the  Statewide  Schedule. 
The  salaries  state  government  pays  these  classes  have  generally  been 
competitive  with  those  offered  by  other  employers,  and  employees  in  skilled 
craft  occupations  also  have  tended  to  remain  with  state  government  for 
stable,  year  round  employment.  "Retirement"  was  also  listed  frequently  as 
the  reason  for  terminating  from  positions  in  these  classes. 

(3)  Service /Maintenance  State  government  salaries  for  most  of  the  classes  in 
this  occupational  category  are  better  than  those  offered  by  other  Montana 
employers. 

(4)  Technician  Knowledge  of  special  procedures  and  techniques  that  can  be 
learned  through  related  work  experience  is  a  distinguishing  feature  of 
classes  in  this  category.  Incumbents  in  these  classes  may  have  advanced 
from  lower  level  Clerical,  Paraprofessional,  or  Service /Maintenance  classes, 
and  have  several  years  tenure  with  state  government.  Salaries  in  the 
Technician  occupations  are  fairly  competitive  with  those  paid  by  other 
Montana  employers. 

(5)  Protective  Service  classes,  with  the  exception  of  Security  Guards,  experi- 
ence  relatively  little  turnover.  In  the  Statewide  System,  they  are  some- 
what unique,  as  promotion  from  one  grade  to  the  next  may  be  based  solely 
on  length  of  service.  Retirement  is  the  most  common  reason  given  for 
termination  from  most  Protective  Service  classes. 

(6)  Office /Clerical  Although  no  study  has  been  conducted  to  verify  reasons 
for  the  relatively  high  turnover  rates  in  these  classes,  a  variety  of  pos- 
sibilities can  be  suggested.  One  is  that  clerical  skills  are  highly  market- 
able —  the  work  is  always  in  demand  and  not  so  specialized  that  mobility 
is  hindered.  Another  may  be  that  more  than  90%  of  the  incumbents  are 
female,  and  females  are  more  apt  to  interrupt  their  careers  because  of 
family  responsibilities .  l  State  government  salaries  for  this  occupational 
group  are  overall  on  par  with  those  of  other  Montana  employers. 

(7)  Professionals  High  turnover  in  these  classes  is  problematic  in  that  knowl- 
edge  of  the  principles,  theories,  and  practices  of  a  particular  professional 
field  is  needed  to  perform  the  work,  and  these  cannot,  in  many  cases,  be 
learned  on  the  job.  (Nurse,  Psychologist,  Teacher)  Salaries  for  most  of 
the  professional  classes  surveyed  lagged  behind  those  paid  by  other 
Montana  employers.  They  were  far  behind  those  paid  by  neighboring  state 
employers.  Turnover  in  entry  level  classes  may  be  the  result  of  more 
mobility  among  new  members  of  the  work  force.  At  advanced  levels, 
turnover  indicates  lack  of  competitiveness  with  other  employers  on  the  part 
of  the  state's  pay  plan. 


The  chapter  entitled  "Women  in  the  Economy:  Perspectives  on  Gender 
Inequality"  by  Solomon  William  Polachek  in  Comparable  Worth:  Issue  for  the 
Eighties  (U.S.  Commission  on  Civil  Rights)  provides  data  on  intermittancy 
in  employment  among  the  female  work  force  compared  to  the  male  work 
force . 
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(8)  Paraprofessionals  The  majority  of  employees  in  this  category  provide  direct 
personal  care  to  residents  at  the  various  institutions.  Unpleasant  working 
conditions  may  contribute  to  the  turnover  rates.  Salaries  for  these  classes 
are  substantially  greater  than  those  in  offered  by  surveyed  Montana  em- 
ployers . 

While  turnover  in  any  occupation  or  class  is  costly  for  the  employing  agency, 
turnover  in  occupations  where  qualified  applicants  are  scarce  or  unavailable  at 
entry  salaries  is  a  more  serious  problem. 


RETENTION 

According  to  an  article  by  an  economist  with  the  U.  S.  Bureau  of  Labor  Sta- 
tistics," a  large  proportion  of  American  workers  apparently  spend  most  of  their 
'mature'  worklife  with  the  same  employer  and  in  the  same  type  of  work.  While 
there  is  significant  job  movement  among  young  workers,  says  the  article,  "once 
they  settle  into  a  career  path,  employees  become  considerably  more  stable  in 
terms  of  their  work." 

The  chart  below  compares  national  tenure  statistics2  with  those  of  state  gov- 
ernment by  EEO  category.  The  figures  used  for  state  government  reflect  years 
of  service  within  an  agency.  Some  employees  have  longer  tenure  with  state 
government  as  a  whole,  having  transferred  from  one  agency  to  another  during 
their  time  of  service. 


CHART  2 

Average  Length  of  Service  with  Montana  State  Government  Agencies 
Compared  to  Nationwide  Tenure  Averages 

Average  Years  Tenure 
Category 

Administrators  /Officials 

Professionals 

Technicians 

Protective  Service 

Paraprofessional 

Clerical 

Skilled  Craft 

Service  /Maintenance 

— *"     Ellen    Sehgal,     "Occupational    Mobility    and    Job    Tenure    in    1983,"    Monthly 
Labor  Review,   October,   1984,  pp.   18  -  23 

**     No  information  was  available  on  Paraprofessional  occupations. 
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Nation 

Agency 

8.1 

8.77 

6.1 

6.84 

4.8 

8.44 

7.0 

6.99 

** 

4.99 

5.0 

5.25 

6.9 

10.64 

4.1 

5.96 

This  chart  indicates  that,  as  a  group,  Montana  state  government  employees 
remain  with  their  employing  agency  and  in  their  occupational  group  as  long  as, 
or  longer  than,  other  employees  nationwide.  At  the  same  time,  there  are  some 
classes  in  which  retention  is  a  serious  concern.  For  example,  the  state  employs 
eight  Forensic  Scientists.  Among  the  eight  incumbents,  the  average  length  of 
service  is  only  2.83  years.  The  state  employs  five  Psychologist  Ill's.  Among 
the  five  incumbents,   the  average  length  of  service  is  only  2.11  years. 

For  those  classes  where  tenure  is  relatively  low,  (three  or  fewer  years)  it 
appears  that  discrepancies  between  Montana's  average  salaries  and  those  in 
other  states  may,  in  some  cases,  be  reason  for  terminating  Montana  state  gov- 
ernment employment. 

Below  are  illustrative  examples3  of  the  differences  between  the  average  monthly 
salaries  earned  by  Montana  state  government  employees  and  those  of  their 
counterparts  in  neighboring  states. 

Montana's  Rehabilitation  Counselor  II's  average  $1669  a  month;  their 
counterparts  in  North  Dakota's  average  $2042  —  a  difference  of  $373 
per  month. 

Montana's  Psychologist  II's  average  $2111  a  month;  their  counterparts 
in  Colorado  average  $2976  —  a  difference  of  $865  a  month. 

Montana's  Environmental  Specialist  Ill's  average  $1929  a  month;  their 
counterparts  in  Wyoming  average  $2336  —  a  difference  of  $407  a 
month. 

In  each  of  those  examples,  the  average  employee  is  below  Step  5  on  the  Pay 
Matrix  —  an  indication  that  retention  is  a  concern  in  these  positions.  Even  if 
they  can  be  hired  at  the  rates  the  state  is  willing  to  pay,  they  become  more 
attractive  to  competing  employers  as  they  gain  work  experience.  It  appears 
that  the  state  is,   in  some  respects,   training  workers  for  other  employers. 


CAREER  MOBILITY 

Graph  4  on  the  following  page  illustrates  the  median  step  by  grade  for  the 
Statewide  Pay  Matrix.  At  each  point  shown  on  the  matrix,  half  the  employees 
in  that  grade  are  above  that  step,   and  half  are  below. 


~*     This    information    was    excerpted    from    the    Central    States    Salary    Survey, 
1988. 
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GRAPH  4 

MEDIAN  STEP  RY  GRADE 
Statewide  Pay  Schedule 


04/12/88 


STEP 
GRADE     12    3    4 


Number  of 
Employees 


1 
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3 
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21.00 

5 

94.68 

6 

N 

394.55 

7 

1 

925.67 

8 

848.74 

9                    ^S 

|                                       697.83 

10 

>- 

709.56 

11 

s. 

692.08 

12 

N 

798.61 

13 
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862.41 

14 
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15 

1^ 

606.78 

16                                             * 

i             374.10 

17 
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233.49 

18 

c 

125.77 

19 

^ 

62.89 

20 

N 

25.00 

21 

18.73 

22 

8.00 

23 

>« 

2.00 

24 

S 

1.00 

25 

The  graph  indicates: 

1)  There  is  considerable  mobility,  both  horizontally  and  vertically,  through 
the  pay  matrix.  The  higher  the  grade,  the  greater  the  longevity  in  state 
government.** 

2)  Many  higher  graded  positions  are,  or  would  be  if  not  for  the  step  freeze 
during  three  of  the  last  four  years,  at  the  top  of  the  salary  range  for 
their  grades,      (i.e.   at  Step  13  on  the  matrix.) 


Employees  who  are  promoted  to  higher-graded  positions  are  allowed  to  keep 
their  steps  (unless  it  involves  more  than  a  one-grade  increase,  in  which 
case  step  adjustments  are  made.)  Pay  exceptions  may  account  for  some  of 
the  steps  in  professional  or  administrative  classes.  These  do  not  reflect 
longevity,   but  they  are  not  numerous  enough  to  affect  the  median. 
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In  most  of  the  major  occupational  categories,  a  variety  of  class  series  exist. 
These  are  classes  that  are  closely  related  and  involve  work  that  is  all  of  a 
kind,  but  at  different  levels  of  difficulty.  Examples  of  class  series  titles,  by 
occupational  group,   are  listed  below. 


Service /Maintenance 


Paraprofessional 


Clerical 


Custodian  I 
Custodian   II 
Custodian   III 

Laundry  Worker  I 
Laundrv  Worker  II 


Psychiatric  Aide  I 
Psychiatric  Aide  II 
Psychiatric  Aide  III 

Nurse  Aide  I 
Nurse  Aide  II 


Secretary  I 
Secretary  II 
Secretary  III 

Office  Clerk  I 
Office  Clerk  II 


Protective  Service 


Technician 


Professional 


Fish  and  Game  Warden   I 
Fish  and  Game  Warden   II 
Fish  and  Game  Warden  III 


Engineering  Technician   I  Chemist  I 

Engineering  Technician  II  Chemist  II 

Engineering  Technician  III  Chemist  III 


In  its  inception  in  1975,  the  Classification  Plan  included  entry-level,  journey- 
level,  and  advanced,  or  senior-level  classes  in  most  occupations.  Employees 
were  typically  hired  into  entry-level  positions  and  could  look  forward  to  promo- 
tions within  their  class  series,  providing  there  were  position  openings  and  they 
had  gained  the  needed  experience.  More  career  advancement  was  possible  with 
the  assumption  of  the  most  difficult  and  complex  work  in  the  career  field. 

While  these  series  remain  in  place  for  other  occupational  groups,  there  has  been 
a  gradual  phasing  out  of  entry  and  journey-level  classes  in  some  professions. 

Examples  of  professional  class  series  that  existed  in  the  1975  system  are  con- 
trasted with  the  classes  now  in  existence  for  those  occupations  are  below : 


1975 


1988 


grade  12  Hydrologist  I 

grade  13  Hydrologist  II 

grade  14  Hydrologist  III 

grade  13  Forensic  Scientist  I 

grade  14  Forensic  Scientist  II 

grade  15  Forensic  Scientist  III 

grade  13  Psychologist  I 

grade  14  Psychologist  II 

grade  15  Psychologist  III 

grade  16  Psychologist  IV 

grade  17  Psychologist  V 


grade  14     Hydrologist 


grade  15     Forensic  Scientist 


grade  15     Psychologist  I 
grade  16     Psychologist  II 
grade   17     Psychologist  III 
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A  combination  of  factors  has  resulted  in  the  deletion  of  levels  from  previously 
existing  series.  1)  Rather  than  maintaining  classes  for  entry-level  positions, 
the  Classification  Bureau  encourages  use  of  training  assignments  for  hirees  who 
lack  the  skills  needed  for  journey-level  work.  2)  When  reductions  in  staff 
occur,  the  senior  level  positions  tend  to  be  retained  rather  than  entry-level  — 
or  even  journey-level.  3)  Entry-level  salaries  for  grade  12  and  grade  13 
classes  may  be  so  far  behind  the  market  rate  for  some  occupations  that  agencies 
can't  competitively  recruit  at  that  level. 

Maintenance  of  the  Classification  System  requires  continual  development,  modi- 
fication, and  deletion  of  classes  to  reflect  changes  in  the  work  carried  out  by 
state  government  as  well  as  changes  in  staffing  patterns.  In  FY87-88  forty-five 
entry  and  journey  level  classes  were  deleted  from  the  system  because  they  were 
no  longer  in  use.  Several  others  were  noted  to  be  vacant  —  that  is,  there 
were  no  positions  assigned  to  those  classes. 

Upward  mobility  for  some  professions  is  limited  as  a  result.  When  new  employ- 
ees are  brought  into  state  government  at  an  advanced  professional  level  (grades 
14  -  16),  there  are  few  possibilities  for  promotion.  Some  move  into  managerial 
positions,  but  others  may  advance  only  laterally,  and  that  for  a  relatively  short 
period  of  their  worklife. 

RECRUITMENT   PROBLEMS 

Evidence  of  difficulty  finding  qualified  workers  to  fill  vacant  positions  is  avail- 
able in  the  number  and  nature  of  requests  the  State  Personnel  Division  receives 
for  pay  exceptions.  Figures  were  not  available  for  this  report  to  indicate  how 
many  additional  recruitment  problems  might  be  solved  by  hiring  under  qualified 
staff  and  providing  on-the-job  training,  a  practice  that  involves  some  loss  of 
efficiency . 

Pay  Exceptions 

2-18-303  (7),  MCA,  provides  for  programs  to  be  developed  to  "mitigate  problems 
associated  with  difficult  recruitment,  retention,  transfer,  or  other  exceptional 
circumstances."  The  Department  of  Administration  administers  a  pay  exception 
program  through  the  State  Personnel  Division.  Employees  new  to  state  govern- 
ment are  typically  hired  at  the  Step  1  salary  for  their  position's  grade.  After 
successful  completion  of  a  six  month  probationary  period,  these  "new"  employees 
are  promoted  to  Step  2.  A  pay  exception,  approved  by  the  State  Personnel 
Division,  allows  the  hiring  agency  to  begin  a  new  employee's  pay  at  a  higher 
step. 

During  the  last  two  years,  pay  exceptions  granted  by  the  State  Personnel 
Division  ranged  from  7%  to  18%  above  the  typical  entry  salary  for  the  classified 
grade.  No  exceptions  were  granted  to  mitigate  retention  problems,  because  to 
do  so  would,  in  effect,   be  granting  pay  raises  to  some  employees. 

The  following  list  includes  only  exceptions  granted  to  recruit  qualified  individu- 
als  when   none   were   available   at   the   entry   salary.    In   addition   to  the  positions 
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listed,  "blanket"  pay  exceptions,  allowing  automatic  adjustments  of  two  to  four 
steps,  have  been  made  available  for  some  classes.  These  include  engineers, 
data  processing  professionals,    nurses,   and  psychologists  at  all  levels. 


Grnin  Inspector  grade  11 

Social  Worker   I  grncJe   12 

Dietician   1 1  grade  13 

Auditor   111  grade    13 

Nurse   II  grodc   13 

Botanist  grade    14 

Meclincl   Engnccr  grade    14 

Audiologist    II  grade    14 

Lnv.   Spec.    Ill  grodc   14 

Unv.   Spec.    IV  grude   15 

Psychologist    I  grade   15 
Forensic  Scientist     grade  15 

riiotogmiiitrc  l\\jr.  grade   15 


pay  Excurnoris 

nf  87    and  FY88 

Air  Quality  Uurcou  Chief  grade   15 

Prograiinier/Aiialysl    III  grade   15 

Exec.   Di  r . /Ilorseraeing  grade   15 

Pub  111  th  Sanit  Qislt  grade   15 

Program  Of ficer  grade   15 

Pacfc  Rial  Trade  Officer  grade   1G 

Aclnin  Officer   IV  grodc  16 

Software  Specialist    III  grade   16 

Systems  Analyst  grade   16 

Ecoiuiiiist    III  grade   16 

Psychologist    III  grade   17 

Exec  IMr/Vo-Tcch  grodc   17 

Dentist  grade  20 

State  Librarian  grade  20 


This  list  indicates  that  recruitment  problems  exist  in  several  Professional  classes 
and  in  some  Officials/  Administrators  classes.  No  recruitment  problems  have 
been  documented  in  other  occupational  groups. 

The  list  also  demonstrates  that  within  the  Professional  and  Officials  and  Admin- 
istrators classes  where  recruitment  problems  are  documented,  life  science  occu- 
pations (Environmental  Specialist,  Forensic  Scientist,  Botanist,  Air  Quality 
Bureau  Chief,  and  Public  Health  Sanitation  Consultant);  health  care  occupations 
(Dietician,  Nurse,  Audiologist,  and  Dentist);  and  computer  sciences  (Program- 
mer/Analyst, Software  Specialist,  and  Systems  Analyst)  are  broad  categories  of 
concern. 

In  some  occupations,  it  is  possible  and  practicable  to  hire  underqualified  work- 
ers and  provide  on-the-job  training.  Many  of  the  Paraprofessional  ( Habilitation 
Aide,  Psychiatric  Aide,  Rehabilitation  Aide,  Special  Duty  Aide)  positions  are 
filled  using  this  means,  as  are  most  of  the  Protective  Services  positions  (High- 
way Patrol  Officer,   Correctional  Officer.) 

In  some  occupations ,  the  requisite  knowledges  and  skills  may  be  obtained 
through  common  life  experiences  (Laborers,  Food  Service  Workers,  Custodians) 
or  through  courses  in  keyboarding,  bookkeeping,  and  office  practices  offered  at 
high  schools,  vocational  schools,  and  various  training  programs  throughout 
Montana  (Typist,  Administrative  Clerk,  Secretary,  Accounting  Clerk).  Qual- 
ified workers  in  these  occupations  are,   for  the  most  part,   readily  available. 

The  practice  of  promoting  from  within  for  managerial  positions  limits  recruitment 
problems  to  those  positions  that  require  unique  knowledges  and  skills  not 
generally  acquired  through  state  government  experience  and  supplemental 
managerial  or  supervisory  training. 
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Professional  positions  that  require  specialized  or  advanced  degrees  are  more 
difficult  to  fill.  Qualified  candidates  may  be  scarce,  and  their  recruitment  is 
particularly  difficult  when  the  salaries  in  Montana  state  government  lag  behind 
those  offered  by  other  employers. 

Supply  and  Demand  in  Montana 

Information  provided  by  the  Department  of  Labor  and  Industry  indicates  that 
the  state's  recruitment  problems  are  related  to  shortages  of  qualified  workers  in 
some  occupations. 

In  the  publication  entitled  Montana  Suppty/Demand  Reports  the  demand  exceeds, 
or  is  predicted  to  exceed  by  1992,  the  supply  of  qualified  workers  in  some  of 
the  same  fields  for  which  the  state  now  experiences  recruitment  problems. 

Among  the  occupations  where  demand  for  qualified  workers  exceeds  or  will,  by 
1992,   exceed  the  supply  are 

Dentists  Dieticians /Nutritionists 

Physicians  Registered  Nurses 

Librarians  Environmental  Control  Technologists 

This  data  predicts  the  availability  of  qualified  workers  in  Montana  based  on 
current  employment  figures,  and  enrollments  in  specific  curricula  in  Montana's 
schools,  universities,  and  job  training  programs.  It  is  limited  in  applicability 
to  state  government's  recruitment  problems  in  that  the  data  used  ties  to  occupa- 
tional clusters  rather  than  skill  levels.  There  may  be  an  adequate  supply  of 
students  graduating  from  Montana's  schools  with  baccalaureate  degrees  in  psy- 
chology, but  that  isn't  the  skill  level  needed  for  the  psychologist  positions  that 
are  difficult  to  fill. 

The  above  report  also  lacks  relevance  to  the  state's  recruitment  problems  in 
that  the  information  it  provides  about  the  Montana  work  force  is  from  Job  Ser- 
vice records.  For  those  positions  not  recruited  in-state,  no  data  is  available. 
Other  Montana  employers  don't  use  Forensic  Scientists,  for  example,  and  there 
is  no  curricula  in  Montana  schools  that  provides  this  specific  training.  The 
Department  of  Labor  and  Industry  report  doesn't  address  supply  and  demand 
for  this  occupation  even  though  a  shortage  of  qualified  individuals  impedes 
successful  recruitment  for  these  positions. 

The  report  does  indicate,  however,  that  Montana  state  government  will  be 
competing  with  other  employers  for  workers  in  specialized  occupations,  and  will 
have  to  offer  comparable  salaries  and  benefits  in  order  to  recruit  for  these 
positions . 


4  Montana  Supply /Demand  Report,  Fifth  Edition,  (October,  1988),  Montana 
State  Occupational  Information  Coordinating  Committee,  Department  of 
Labor  and  Industry. 
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CONCLUSIONS 

1.  Recruitment  and  retention  of  qualified,   competent  employees: 

The  state's  compensation  plan  meets  its  recruitment  and  retention  objec- 
tives with  qualified  success.  As  professional  and  administrative  level 
salaries  lag  behind  those  paid  by  other  employers,  retention  of  skilled, 
experienced  employees  becomes  a  serious  problem  in  some  occupations. 
This  problem  is  compounded  by  difficulty  recruiting  qualified  workers  to 
fill  the  vacant  positions.  Pay  exceptions  granted  in  the  form  of  step 
advances  provide  a  piecemeal  solution  to  some  recruitment  problems. 

2.  Pay  for  meritorious  performance: 

The  state  has  no  merit  pay  policy  or  procedure  in  place,  so  managers 
cannot  reward  the  most  productive,  efficient  employees  for  outstanding 
performance. 

3.  Internal  Equity: 

For  those  positions  covered  by  the  Statewide  schedule,  pay  ranges  are 
determined  by  internal  comparisons.  The  state  appears  to  be  meeting  its 
goal  of  internal  equity  for  classified  positions,  but  those  covered  by 
separate  pay  plans  are  compensated  differently. 

4.  Competitiveness  with  external  labor  markets: 

Competitiveness  with  relevant  external  markets  is  generally  maintained  for 
positions  up  to  about  grade  12,  but  after  that  point  state  government 
salaries  generally  lag  behind.  Past  salary  increases  in  the  Statewide 
Schedule  have  been  proportionally  higher  for  lower  graded  classes.  While 
the  pay  freeze  has  brought  the  lower  graded  classes  more  in  line  with 
what  other  employers  pay,  it  has  resulted  in  the  professional  level  classes 
falling  farther  behind  in  salary  competitiveness. 

The  pay  schedules  administered  on  behalf  of  state  employees  have  been 
fairly  responsive  to  the  voice  of  organized  employees,  but  those  in  profes- 
sional and  administrative  occupations  generally  continue  to  fall  farther 
behind  their  peers  both  in  state  and  in  neighboring  states  in  salaries. 
This  is  evidenced  through  salary  survey  data,  through  Pay  Exception 
requests,   and  through  turnover  rates. 

There  are  no  readily  apparent  solutions  to  the  complex  issues  involved  in  pay 
administration,  particularly  when  diverse  interests  and  needs  are  competing  for 
limited  resources.  The  Legislature  must  provide  direction  that  will  maintain  or 
enhance  state  government's  ability  to  recruit  and  retain  the  best  trained,  most 
productive  employees. 
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300  copies  of  this  public  document  were  published  at  an  estimated  cost  of  $3.00  per  copy, 
for  a  total  cost  of  $900.00,  which  includes  $900.00  for  printing  and  $.00  for  distribution. 


